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The influence of transforming leadership

on the organizational commitment,
empowerment and the service quality

—focusing on dental hospital’s employees
in Gyeongnam province—

Yu—Jin Choi - Su—Jin Kwon' - Su—Hyun HW&lng2

Departments of Dental Hygiene, Youngsan University
IDept, of Dental Hygiene, Busan Institute of science & Technology
ZDept_ of Dental Hygiene, Choonhae College of Health Sciences

ABSTRACT

Objectives : The goal of this study is to investigate how transformational leadership does affect empowerment,
organizational commitment and service quality of dental clinics and hospitals and for their efficient human
resources management in a rapidly changing business environment,

Methods : For this, workers of a dental clinic and a hospital in Gyeongsangnam—do were selected and the
survey was carried out during September 1 to 30 of 2011 and the total 203 questionnaires were analyzed,
Results : The analysis of structural model shows that transformational leadership has no significant
influence on empowerment but does affect organizational commitment and service quality, And the result
also reveals that empowerment has significant effect on organizational commitment and service quality
while organizational commitment influences service quality,

Conclusion : For this, it is needed that the leader of organization promotes the spirit of his subordinates
and helps them find their potential ability and achieve goals by developing various leadership skills to cope with
rapidly changing environment of dental clinics and hospitals, (J Korean Soc Dent Hygiene 2012;12(3):439—451)
Keywords : commitment for the organization, empowerment, service quality, transforming leadership, types
of leadership
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Table 1. Credibility of research tools
Factors Sub—factors Number of questions Credibility(Cronbach’ s )
Empowerment meaning 3 947
capability 3 L7191
self—determination power 3 864
influence 3 1923
Organizational commitment 4 .859
Service quality 5 854
Transforming leadership charisma 1 1950
intellectual stimulus 3 847
individual consideration 3 749
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Table 2. General information of research recipients
Category Frequency Ratio(%)
Male 24 1.8
Gender Female 179 83.2
20s 136 67.0
Age 30s 60 29.6
40s 7 3.4
High school diploma 14 6.9
. Community college diploma 157 77.3
Academic background College diploma 28 13.8
Graduate school diploma 4 2.0
less than 1 year 45 22.2
1~2 years 49 20.7
Work period 3~4 years 43 21.2
5~10 years 56 27.6
over 10 years 17 8.4
less than 1 year ) 2.5
1~2 years 28 13.8
Work period of immediate superioe 3~4 years 37 18.2
5~10 years 70 34,5
over 10 years 63 31.0
General employee 140 69.0
Team leaders 35 17.2
Rank Heads of department 20 9.9
Section chiefs 6 3.0
Over section chiefs 2 1.0
Treatment parts 144 70.9
Admission and discharging 23 11,3
Department Administration 3.4
Management 3.0
Others 23 11,3
Total 203 100,0
3.3. Altd 2AM Sk pak 00022 Ao} A7} Helol), RMR=,072,
249l 7+ ARTAS wolsly] 9ls) Al BAHS  GFI=925, AGFI= 854, NFI= 935 CFI=955 S0&
HAIRE Aibe (G 58 ol ZIFHY S ol 23] #ARFS s&slct
ApE, duhgHEe] ZAMele 2ABW Auls  EYEY B4 ANES WY, BE Al BAHO
A A= frofgt A Aol lgleH, A=yt Z FY5HAL, AVEE L5 o], CRE 7 oo &
A2 F4E HE A Prip] o] SAHQlTE ook 49 Ueston o] gk 2 Hel 7F Ao Al
o] Qe ALE Ukttt &3, dudHES] 34 HlasiMe F grez yeht ZF 2919 4wl
WOl 7 BE Rold o] AWYS APAT, WEd o o2 Rele) el we L0
G4 ERE 24U 1k GO AY ARyl Ueeh  Eol, HYRPe] ARe gy o
FxRY 24 A3, Wz & QueuE
3.4, TERUHA BH 2N SO GRS WAA e AR b =
ATny 24 2y, 239 AdEs Az vsd £=1.780). 13U #gd oA 2EQ(, =376
gt fEo R Uyt *ghe 73.2430]3L o]o] g t=5,585)1F AH|A FA(y =194 Nole Fo3
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Table 3. Analysis of identifying factors of endogenous variables (Empowerment, organizational commitment,

service quality) (n=203)
completely
standardized ' ©M" Ay cr _Mode!
value variance suitability
factor category loadage
Primary
factors
meaning What I do is very important to me, 1903 - 184
Activities related to my work tasks are meaningful 968 11,122 .063 853 948
to me, ! '
What I do is meaningful to me, 906 11,379 180

I am confident about my capability of executing tasks,

I am well skilled with necessary techniques and gzg 1_1 149 ;12;1
Capability  knowledge for my tasks, ’ : ’ 558 791

I am confident that.l will successfully fulfill the 715 10 499 489

goal of our team(hospital),

I have self—determination power for how to perform 816 - 334 Xf(ﬁgizgl
self—determ my tasks, p= 000
ination To perform my tasks, I have substantial independency 871 12,559 241 687 868 T -
power and discretion, RMR= 056

I decide goals of my tasks myself, 197 12,228 .365 GFI= 989

I can control many things happening in my team 872 - .240 AGFI=983

(hospital), NFI=1,000

I can influence on things happening in my team 918 11,866 158
Influence  (hospital), .800 .923

I can considerably influence on decisions and 894 10,064 201

modifications for task performance method of my

team(hospital),

Secondary
factors

meaning 570 18.052 675
Empowerme capability 981 25.244 037 618 860
nt self—determination power 898 23.296 193 ' :

influence 614 18.763 623

If T continue working at the dental clinic I am 703 12.800 505

. . )('2 (df:Z)

currently in, I will be very happy. - 943

. . I truly feel that the problems of the dental clinic I 715 12.889 489 .
Organizatio am currently in are also my problems p=.886
n 2 ! The dental clinic I am currently in pérsonally means 786 13.445 383 614 863 RMR=,004
commitment ’ ’ ’ GFI=1,000

a lot to me, AGFI=1 000

I feel strong sense of belonging in the dental clinic 912 14.014 168 :

; NFI=1,000

[ am currently in,

When serviced, customers may satisfy with facilities

and environment, v (df=5)

We provide suitable services to customers at 567 11,981 678 =53.169
Service promised time, 689 13.767 526 p=.000
quality We have attitudes to provide fast and sufficient 899 15,941 192 .563 863 RMR=,060

services to customers, 813 15,158 339 GFI=,991

Customers trust services and when we provide services, 742 14,530 450 AGFI= 972

we treat them with sufficient knowledge and manners, NFI=,983

We try to listen to and understand customers,

r) ave is the average variance extracted value and if it is at least 0.5, and if CR(composite reliability or construct

reliability) is at least 0.7, it can be said it has concentrated validity,
Z((mnpletelystandar'dizedloudagez ) (Ewmpletelystan dardizedloadage )?

The equation is AVE= CR

E(wmpletelystandardizedloadage2 )+ Eer‘y'w'vur'ianw ¥ 5 (Ewmpletelystunda'rdizedluudu,ge )+ Zev‘y'or’varian(f :
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Table 4. Analysis of identifying factors of exogenous variable(transforming leadership) (n=203)
completely
factor category standardized t ell'ror AVE CR r?nod.e!
value variance suitability
loadage
Primary
factors
Charisma The superior convince that the goal can be achieved, 825 - .320
The superior suggests future vision, 783 13.657  .386
The superior often let us know his/her important value 127 12,922 471
or belief,
When tl}e superlor make decision, he/she considers moral 790 14730 376
and ethical sides,
The superior gives sense of mission, .856 17,714 268
The superior acts for respect, .845 19,156 286  .623 948
The superior emphasize the profit of the team more than 766 15,864 414
individual’s,
The superior often shows his/her ability and confidence, 765 18.611 415
The superior stresses on strong sense of purpose to us, 758 11,920 425 x* (df=116)
We are proud of working with the superior, 842 18,075 291 =365.003
The superior talks about future optimistically, 707 16,183 500 p=.000
Intellectual The superior suggests new view for how to perform tasks .863 - 255 RMR=,045
stimulus ~ well, GFI=.994
The superior seeks creative methods different from 732 17749 463 651 848 AGFI=992
existing methods when hi/she tries to solve a problem, ’ ’ NFI=,993
The superior encourages us to have various points of .820 18.624 328
views according to situations,
The superior spends a lot of time to educate and instruct 624 - 611
us,
Individual The superior treats us as an individual human being, not 137 11.647 458 508 754
consideration each group. ’ ’
The superior see us as special individuals with individual 769 11,713 409
desire, abilities, and passion,
Secondary
factors
Transforming Charisma 858 30,141 263
leadership Intellectual stimulus 1953 31,070  ,092 876 955

Individual consideration 991 34.764 018

r) ave is the average variance extracted value and if it is at least 0.5, and if CR(composite reliability or construct
reliability) is at least 0.7, it can be said it has concentrated validity,

The equation is 4=y o O Syttt ¥ 35 i
QP WAL Yot YTIMEL 2HBU( =527, 4T5%H0w, Aux EAo] AL UnevEst =
t=6.450)7 AHla FA( =201, t=2.124)0] Ol A2, WEA uile] ST YL WAT A9
QPe oHom, 2NBYS MM BAG=300, S o 37.Tad
1=3.49M)0l $O% GFL BIAE A0 Uehet olo g FamY HA NS wigom 2 Wl 1t
%, gstoiuEe] thetel WelA Hde foRt @ AEAuel 4RAR U 3 ANE e Ans e
S uAA Qo 22 thote] ASYWES} B LOkE 9),
WA oA foa %S AR A¥HS o ASHEd dhelel WHA Huie 4% HUAE
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Table 5. Correlation coefficients between measured variables
©) @ ® @ ® ® @ ®
(D meaning 1.000
® capability wE
569 1,000
(®self—determination power o *E
414 704 1,000
@ influence *E i ok
293 461 572 1,000
(® organizational commitment o o wE i 1,000
542 473 346 253 :
® service quality wE o o o
431 354 303 .099 491 1,000
(@ charisma *E o *E
294 110 .095 .099 .394 1292 1.000
intellectual stimulus wE wE wE wE
226 .092 107 078 .367 310 734 1,000
individual consideration ok ik ok i ok
201 048 026 -.015 322 324 720 755 1,000
#Ep< 01, #FEp< 001
Table 6. The analysis of measured model
Potential variables . completely error
Measured variables t value AVE CR
(factor, concept) standardized loadage(\) variance(6)
Empowerment meaning 630 - 603
ili 2 214
capability o 8817 9,258 . 528 812
self—determination power 185 8.840 383
influence .558 6.798 688
Organizational o .
. organizational commitment 927 - 141 859 859
commitment
Service quality service quality 924 - 146 854 854
Transformin charisma 1839 - 1295
i
leadershi g intellectual stimulus 876 14,547 233 137 1893
P individual consideration 859 14,288 1262
BE vAA g ggon, 2HBYe dsto] ko)
MEE ROl A oA g W e 4, £ 0l 10t
Solg Adaas v Aow dehge 2y
a4 oefilo] YuIAES thE o AT o BoATE A d- oY BANE gaow vy
SHA] oh= ACE UETh AuA FA dieiis o gioqjo] ATHE, 2 EQ, AHA FHo| n2=
THHES} 2ZEYo] Tt AHARE v U FFAAE EAsto] WEA HIFsh= Yo dx
2, dmeuEs 21BYS WA Sl SO B ¥ 4 ol QAR T|2ARs B 3
A3E oA dgion], Wald euy oA fold A o A3t - ol Age] ek Age] el HEEAe
Hay 9 HanE vAal e AR Y Aet At zAARLY] AL o] 77} 1797(88.2%
A 2471187 2 & oR7F o WAL, AP 20Th



Table 7. Correlation coefficients between potential variables

r
:

4>
A
Ofor
4>
ot
B
N
~

Organizational

Transforming

Empowerment commitment Service quality ezl
Empowerment 528
Organizational commitment .581(,338) .859
Service quality .443(,196) .574(,329) .854
Transforming leadership 144(.021) 452(,204) .1390(,152) 137
) ()] g2 A=) Algtold, tdizdas AVEY.
Table 8. The results of structure model analysis
Route Route coefficients t value SMC(%?)
Transforming leadership — Empowerment 144 1,780 021
Empowerment — Organizational commitment 527 6.459
Transforming leadership — Organizational commitment 376 5,585 AT
Empowerment — Service quality 201 2.124
Organizational commitment — Service quality 370 3.497 377
Transforming leadership — Service quality 194 2,397
.Gi)ii .2£4 ,313 .6f8
meaning capability Self*d?j;’;‘ri“a““" influence
\8‘\ 785 /
Empowerment
3
.295—» charisma 7\839
g76/( Transforming Service service

233 » intelllectual I- Ieadership 1o

stimulus

individual A

262 — consideration

Organizational
commltment

\*(df=23)=73.243, p=.000, RMR=,072, 927 l _525

GFI=.925, AGFI=854, NFI=935, CFl=.955

r) The error variances of organizational organizational

. . . commitment
commitment and service quality were
set to the value of 1—«a(credibility T
coefficient). M

quality 924' quality [ .146

Plate 2 . The result of research model analysis
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